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• 3301 COLLEGE A VENUE 
FORT LAUDERDALE 
FLORIDA 33314 
Please list all colleges and universities attended. An official copy of your bachelor's transcript is required. 
Send it to: 
Director 
Programs in Child and Youth Studies (M.S.) 
Center for the Advancement of Education 
Nova University 
3301 College Avenue 




State (MolYr) (MolYr) Major Field Degree 
Citizenship Status 
U.s. Citizen Do you require an 1-20? __ Yes __ No 
(MolYr) 
__ Non-resident Alien 
Resident Alien 
If you have a Visa Indicate Status Code ____ _ 
Country of Citizenship 
Native Language ____________ _ 
Resident alien students are required to submit a copy of their alien registration card. For more information contact 
the International Student Office (305) 475-7413. 
Ethnic Origin Data (This information is requested for reporting purposes only) 
Check one of the following: 
_White not of Hispanic origin 
_Black not of Hispanic origin 
Applicant Status at Time of Application 
First time attending Nova University?_Yes _No 
Financial Aid: 
_Hispanic origin 
_Asian or Pacific Islander 
_American Indian or Native Alaskan 
Have you applied for Financial Aid? __ Yes __ No 
Have you ftled a College Scholarship Service Financial Aid Form (F.AF.)? __ Yes __ No 
If yes, when was the F.AF. sent to Princeton, N.J.? 
Date 
I declare that the above information, to the best of my knowledge, is complete and accurate. I agree to abide by all 
rules and regulations of Nova University. 
Applicant Signature Date 
Programs in Child and Youth Studies 
Center for the Advancement of Education 
3301 College Avenue 
Fort Lauderdale, Florida 33314 
Supplementary Application 
Master's Program for Child and Youth Care Administrators 
Master's Program in Family Support Studies 
Name, ___________________ Telephone (, __ -' 




Address ________ ~L77<------------------------------Street 
City State Zip 
Business Telephone ('-__ , ______________________ __ 
Professional Information 
1. PRESENT POSITION: 
Your Title: _________________________ Your Starting Date: _____ _ 
Number of persons you directly supervise: __________________________ _ 
Numberofchildrenserved: _________________________________ _ 
Budget allocation for your area of responsibility: ________________________ _ 
Immediate supervisor (if applicable): _____________________________ _ 
Name Position 
The major assignments and responsibilities in your present position: __________________ _ 
The proudest accomplishments in your present position: _____________________ _ 
Your greatest disappointments: _______________________________ _ 
Yourstrengths: ______________________________________ _ 
Yourweaknesses: ____________________________________ ___ 
2. Previous Positions - Please list previous employment in chronological order beginning with your 
present position. 
Brief Description of 





Identify the three persons you have asked to write letters of recommendation on your behalf. At least one 








4. List any additional professional and/or career related experiences you have had 
(e.g., workshop leader, adjunct faculty, conference leader, keynoter, etc.). 







5. List below the titles of any professional writing you may have done in the past. Please include undergraduate 
honors thesis, publications, work related projects, grants, etc. 
6. Do your intend to transfer any ~aduate level credits toward your master's degree? __ Yes No 




Children (names and ages): _____________ __________________ __ _ 
Magazines you regularly read; books you have read recently: 
Hobbies or recreational interests: ______ ____________________ _ ____ _ 
Civic or community activities and offices held: ___________ _ _ _____________ _ 
Describe an accomplishment, involving a group or organization, of which you are most proud. Describe your role in helping to achieve 
the positive outcome: 




The contribution you are seeking to make to the resolution of one or more of these problems (please identify the problem(s)): 
Your expectations for this master's degree program (skills, knowledge, attitudes): 
Narrative Section 
Please respond to the following requests as fully as possible in narrative form. Each response must be a mini-
mum of 400 words and typewritten on a separate sheet(s) of paper. The responses will be assessed for content, 
organization, critical thinking, and writing skills, and for the potential to perform competently in this program. 
1. The attached article "A Leadership Challenge" by Hy Resnick presents the argument that positive change in 
organizations is not haphazard, but the result of careful, detailed planning. Although Resnick is discussing one 
domain of working with children, his thesis has important implications for other fields as well. Discuss the 
ideas presented and apply them to your own work setting. 
2. Provide an autobiographical summary. Include details that shed light on your decision to enter and assume a 
leadership role in your field. 
Acknowledgement of Program Requirements: 
I understand that the broad requirements for the program include passing each of the study areas, successfully 
performing and reporting upon the practicum, and attending the summer institute. 
I declare that the above information, to the best of my knowledge, is complete and accurate. I agree to abide by all 
rules and regulations of Nova University. 
Signature' _________________________________________ Date' ______________________________ __ 
Mail completed application to: 
Director 
Programs in Child and Youth Studies (M.S.) 
Nova University 
Center for the Advancement of Education 
3301 College Avenue 
Fort Lauderdale, Florida 33314 
Hy Resnick, PhD. 
A Leadership 
Challenge 
Managing Organizational Change 
in Youth Care Agencies 
Managers are fond of saying that 
change is the only constant in their 
work Either we manage change or we 
are managed by change (Oppen-
heimer, 1955). Managers of youth 
care organizations today mce a de-
mand for change in their organiza-
tions if only because change is so 
pelVasive in the world around them. 
Managing change means planning 
and organizing a sequence of activi -
ties (staff meetings, informal confer-
ences, memos, retreats, etc.) that pro-
motes administrative and staff team-
--One assumption often made 1ry 
youth care managers is that staff 
resist change . .. people do not 
necessarily resist change, but resist 
BEING CHANGED. ~~ 
The Child And Youth Care Administrator, Fall 1988 
work towards deSirable changes in 
policies, programs, organizational 
culture, physical environment, pro-
cedures, or relationships. Such 
change in a youth care organization 
may lead to improved selVices, more 
efficient and cost-effective operations, 
or bener morale (Bennis, Bennis, & 
Chin, 1975; Brager & Holloway, 
1978). Some examples follow: 
- Changing the physical environ-
ment, e.g., eliminating a physical bar-
rier in the clining room of a group 
home so young residents can interact 
more with each other (or erecting 
one so they can interact less). 
- Changes in word or data process-
ing activities to upgrade clerical func-
tions, improve their morale, and 
speed the work 
- Reducing, increasing, or eliminat-
ing a program because ofcost, quality, 
duplication, or change in need. 
- IntrodUCing a training program 
for board members to enhance their 
knowledge of board poliCies or to 
improve their skill in group decision-
making, public speaking, or fund 
raising. 
All of these organizational changes 
should be managed according to a 
set of principles of change. This paper 
will focus on and offer some prelim-
inary answers to the following ques-
tions : 
- What are some of the erroneous 
assumptions youth care managers 
make about people and change' 
What preconditions Jor change 
continues 
A Leadership CbaOenge - continued 
are desirable before a manager be-
gins a change project? 
- What basic dimensions oj change 
should managers be aware of? 
- What principles oj successJul 
change should guide the design and 
implementation of a manager's pro-
gram for organizational change> 
- What is resistance to change and 
where does it come from? 
Erroneous Assumptions 
One assumption often made by 
youth care managers is that staff re-
sist change_ Mogeson, an industrial 
psychologist, clarified the limitations 
of this notion by noting that people 
do not necessarily resist change, but 
resist being changed (Myers, 1978) 
low and middle echelon staff often 
have useful ideas about what needs 
changing in their work place, but they 
rarely are given the opportunity to 
suggest or make changes themselves 
(Patti & Resnick, 1972)_ Instead, 
changes often are "done" to them. 
When this occurs there is a tendency 
to resist these changes - to resist be-
ing changed_ if staff were asked more 
often about what changes they wish, 
this assumption about staff resistance 
might wither away in the face of their 
innovative and practical ideas for 
change (Kantor, 1983). 
A second assumption is that the 
planning of a change in one's de-
partment or organization can be kept 
separate from the implementation 
of that change (Weatherley & Up-
sky, 1977). Managers often assume 
that the planning of an organizational 
change is best done by management 
and implementation of a change is " 
best performed by staff. Unfortunate-
ly, many have leamed the painful 
lesson that the staff who implement 
a change have sufficient resistive 
power to block the best of manage-
ment's planned changes. This is espe-
cially true when it upsets the estab-
lished work equilibrium. Managers 
of youth care organizations must learn 
how to make the staff partners in the 
change process. Staff needs to be 
brought in prior to the implementa-
tion of a change. It is preferable to 
get the staff involved as early as pos-
sible in the planning phase (Patti & 
Resnick, 1984)_ 
A third common assumption is that 
any change can be managed effec-
tively regardless of its context within 
the organization (Weissman, Epstein, 
& Savage, 1983; Snyder, 1982). For 
example, if a youth service agency's 
recen t history incl udes many changes, 
then staff, management, or both may 
be experiencing overload. No matter 
how sound or important the new 
change might be, those affected will 
find it difficult to support the change. 
If there is a climate of fear or distress 
in the organization, ideas for change 
may be met with resistance, indiffer-
ence, or both. Such prOblems in an 
agency must be dealt with directly 
and openly before a change project 
can be launched. Change projects 
that are perfectly sound may be re-
sisted because of these contextual 
problems. 
Probably no other factor so power-
fully and so adversely affects the 
management of change as a lack of 
trust between youth care staff and 
management (Kennedy, 1981). Most 
workers want to help the young peo-
ple they work with get the best out of 
life. If these youth care workers see 
that their supervisors and executives 
also are trying to achieve this goal, an 
open and trusting climate can be es-
tablished in the organization. Unfor-
tunately, trust tends to he unstable 
whereas distrust is more unstable. 
This means staff and management 
have (0 put more energy in trusting 
each other than into distrusting each 
other. 
4. Funds and the necessary exper-
tise are available to implement 
changes. At a minimum, three kinds 
of expertise are needed: (a) skills on 
the part of management to persuade, 
motivate, and lead staff groups in-
"A second assumption is that the 
planning of a change in one's 
department or organization can 
be kept separate from the 
implementation of the change.~~ 
Preconditions for Change 
Five preconditions for change are 
cast here in ideal tenos. It is unreal-
istic to expect that all of these pre-
conditions will be fully met. 
1. A widespread agreement exists 
that a particular problem needs to be 
solved. For a change to be accepted 
and implemented, many levels of the 
organization need to agree that the 
change is necessary. Otherwise, man-
agers may be pushing for a change 
that the staff will resist. 
2. A top administrator supports 
the change in the belief that it will be 
of both personal and organizational 
benefit. 
3- Administration and staff trust 
one another_ Trust may be difficult 
to maintain in youth service organi-
zations, but it is essential to do so. 
volved in a change process; (b) 
knowledge of the dynamics of 
organizations and how they work 
during periods of change; and (c) a 
special knowledge of infonoal groups 
and networks in order to assess their 
potential as positive or negative forces 
in change. Money also needs to be 
available to pay for everything from 
staff retraining courses (0 new equip-
ment. 
5_ A positive history of change 
exists in the organization. Frequent 
and excessive change can lead to ex-
haustion, even if the change is per-
ceived positively by the staff. If there 
have been too many inflated promises 
about what change can bring, cyni-
cism about change should result. Both 
exhaustion and cynicism in an Of-
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ganization are forces that often pre-
vent staff from supporting further 
change effons. 
Dimensions of Change 
Once the preconditions for change 
are met, a working familiarity with 
the following dimensions of the 
change process can positively influ-
ence a change effort (Zalunan, Dun-
can, & Holbek, 1973). 
Five dimensions of special import: 
L Relative advantage of the 
posed change_ 
This relative advantage can take 
the form of 
- Greater efficiency. For example, 
a change project might introduce 
a new procedure that is easier or 
quicker to perform than before_ 
- Reduced conflict berween de-
parunents or berween the fmancial 
manager and the program director. 
- Increased job satisfaction. For 
example, if the social work staff 
shifted from doing group orienta-
tion intelViews, their group work-
skills should improve, thereby in-
creasing their sense of job satis-
faction. 
Or if staff are told to change jobs, 
they may resist simply because the 
change requires a move from a com-
fonable set of peer relationships to 
an unknown set of peer relationships! 
3- Divisibility. 
Divisibility refers to how limited in 
scale an organizational change can 
be. If changes can be implemented 
on a limited scale, the likelihood of 
acceptance becomes much greater. 
This is a desirable characteristic to 
have in a change project because ex-
tensive organizational changes, re-
gardless of merit, have difficulty gain-
ing acceptance. Understandably, the 
very magnirude of some changes 
may rule out their acceptance. 
4. Reversibility. 
Sometimes even carefully designed 
change projects do not have the ef-
fect desired. Reversibility refers to 
how easy it is to back out of a change 
project once it has gotten started. 
The easier it is the bener. In fact, 
change projects that are easy to re-
verse are more likely to be approved 
in the first place_ 
5_ Complexiry. 
Complex change projects are not 
•• A third assumption is that any 
change can be managed effectively 
regardless of its context within 
the organization. ~~ 
2. Impact on social relationships 
within the organization. 
This important dimension of or-
ganizational change is not well dis-
cussed in the Iiterarure. Many benefi-
cial changes plarmed by youth care 
administrators may be strongly re-
sisted by staff, not because of the 
change idea itself, but because of the 
powerful impact these changes would 
have on the social or profeSSional re-
lationships. For example, establish-
ing a clerical pool for word process-
ing may be cost effective, but if as 
a result secretaries lose favorable and 
prestigious relationships with admin-
istrators, then this might be resisted. 
likely to be adopted. Change projects 
that are easy to understand, imple-
ment, and utilize stand a better chance 
of being accepted and receiving sup-
port 
Principles of Successful Change 
One of the most difficult and pain-
ful realities of change in organiza-
tions - and in all social systems - is 
a tendency to "backslide" after pres-
sures for change have been relaxed. 
There is a tendency to revert to pre-
vious levels or models of functioning 
(lewin, 1947). The following princi-
ples, if successfully implemented, 
should reduce the tendency of a 
system to backslide. 
Principle "1 
To change a unit or some aspect of 
a unit, relevant aspects of that unit's 
environment in the organization 
must also be changed (Monane, 
1967). An example from industry 
may selVe to illustrate this point: 
[n a doll factory a number of years 
ago, a group of workers on a mass 
assembly line suggested a change 
to their supelVisors_ They suggested 
that the speed of the assembly line 
be increased in the morning and de-
creased in the afternoon. Because 
they were fresh in the morning, they 
felt they could handle a higher speed 
than in the afternoon, when they felt 
more fatigued. The supervisor, who 
was new to his job, made the changes. 
To his surprise, not only did produc-
tivity improve, but so did absentee 
rates, turnover rates, and lateness 
rates_ One would expect such a bene-
ficial change to be diffused through-
out the organization, but surprisingly 
it wasn't When other workers in other 
sections of the factory requested simi-
lar changes, their supervisors (most-
ly old-timers) refused. [n fact, the 
older supervisors attacked their new 
colleague, saying that he was weak 
and a trouble-maker who caused all 
kinds of problems. Because of the 
furor created, the works manager 
finally vetoed the change and re-
rurned the production to a uniform 
line speed. The innovative super-
visor qUit, as did many of his workers. 
Productivity fell back to the old 
lower rate. 
The key principle to recognize here 
is that a prerequisite for change in 
one area of an organization may be 
lateral change throughout the or-
ganization. 
Principle "2 
The second principle of change is 
related to the first To change behav-
ior at anyone level of an organiza-
tion, it often is necessary to achieve 
complementary or reinforcing 
change in tbe organizational levels 
above and below (Chin, 1976). 
For example, consider what might 
happen when an organization 
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changes from using private secretar-
ies to using a clerical pool. The private 
secretaries might resist the change 
because of the loss of prestigious 
personal relationships with both sup-
ervisors and managers. Managers and 
supervisors may resist, too. On the 
one hand they might suppon such a 
move for the sake of efficiency. On 
the other hand, they might resist the 
loss of their valuable private secre-
tary. In this case, the change agent 
needs to convince both the secre-
taries and the bosses. 
A number of years ago, top military 
officials tried to change the role of 
the sergeant from a tough-driving, 
autocratic leader to a more supportive 
and understanding leader. The top 
brass had good reasons for making 
the change. Research showed that 
they were attracting a more highly 
educated recruit than they had in the 
past. It was likely that the new recruits 
would resist the traditional-styled 
sergeant and his demand for unques-
tioning obedience. However, when at-
tempts were made to change the ser-
geant's role, it was discovered that the 
second lieutenant's role at the next 
higher level also had to be altered. 
Now the second lieutenant could 
not use the authority of chain com-
mand as before. Just as the sergeant 
could no longer count on unquestion-
ing obedience from his subordinates, 
neither could the second lieutenant 
It was soon realized that if the new 
role of the sergeant was to work, then 
the role of the second lieutenant 
would have to be revised as well. 
The principle is clear. If a Significant 
change in one level of an organiza-
tion is to be successful, a correspond-
ing change at other levels above and 
below may be necessary. 
Principle #3 
The third principle of change is 
familiar to many managers. Both the 
formal and the informal organiza-
tion of an institution must be con-
sidered in the planning of any pro-
cess of change. 
Besides the formal strucuue, every 
social system has a network of cliques 
and informal groups. These informal 
associations often exert strong re-
straining influences on institutional 
changes. Unless their power can be 
harnessed in support of a change, 
no enduring change is likely to occur. 
The informal groupings often have 
a strong influence on a staff member's 
rate and quality of work, too. Some-
times their influence is stronger than 
that of the supervisor. Any worker 
who violates the group's norms in-
vites ostracism. This is a consequence 
few workers dare to face. The ap-
proval of a peer group often is more 
important to the staff than the ap-
proval of supervisors. Involving these 
informal groups in the planning of 
changes requires ingenuity, sensitiv-
ity, and flexibility on the part of 
administration. 
change is where some stress and 
strain currently exist in the system. 
The time to begin change is when the 
stress and strain cause dissatisfaction 
with the status quo. This principle 
recognizes that the manager has a 
choice concerning what to change in 
his or her unit or organization. For 
example, if staff complains that not 
enough information is passed from 
day shift to night shift, then manage-
ment can provide the leadership nec-
essary to confront the problem. Be-
cause staffhas a stake in reducing their 
own stress and strain, management 
can expect staff not only to accept 
and suppon the change, but also to 
participate in the change process. 
(j (j To change a unit or some aspect 
of a unit, relevant aspects of that 
unit's environment in the organization 
must also be changed. ~~ 
Principle #4 
Members from all levels of an or-
ganization ought to he involved in 
responding to the fOllowing questiOns. 
1. What is the situation needing 
change? 
2. What will the situation look like 
after the change? 
3. What mechanism or process 
should be used to make the 
change? 
4. How should the implementa-
tion plan be designed so as to 
ensure that the change is suc-
cessful? 
When staff are involved in all four 
major decisions of the planning pro-
cess, their commitment and trust will 
be good. This bodes well for the suc-
cessful implementation of the pro-
posed change. 
Principle #5 
Select an aspect of the organization 
for change where there is dissatisfac-
tion with the status quo among the 
staff, and/or dients, or both. 
Managers must not focus a change 
in an area if only the managers think 
it needs fixing. The place to begin 
Management's payoff for responding 
to the staffs complaints is the crea-
tion of a climate conducive to further 
change. Perhaps the next change 
made will satisfy management's 
needs. 
Resistance to Change 
The issue of resistance to change 
is a constant concern of administra-
tors seeking to manage change. Much 
has been written about it in the litera-
ture dealing with change. Many be-
haviors can be'COflStrued as resistance 
to change. They will have in com-
mon an anitude of fear or discom-
fort toward the change being planned. 
The actions could come from an 
individual or a group and be con-
scious or unconscious, plarmed or 
unplanned (Klein, 1985). The major 
sources of resistance can be under-
stood both as a function of person-
ality and as a function of organiza-
tion (Watson, 1%7). 
Personality 
Four variables explain resistance 
to change from a personality per-
spective: 
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1. Personal equilibrium. Staff in 
youth-seIVing agencies develop a 
personal equilibrium that serves to 
integrate the often conflicting de-
mands of youthful clients, supeIVis-
ors, administrators, and personal 
needs. This equilibrium, when rein-
forced by the staff and agency infra-
structure, can become quite a sig-
nificant force against change if in-
dividual staff members view the 
change as upsetting to their personal 
equilibrium. 
change requires giving up some-
thing of the past. 
Organizational 
Another four variables explain re-
sistance from an organizational per-
spective: 
1. TerritOly. Organizational mem-
bers spend considerable time and 
energy developing territories in their 
organization. These territories may 
take the form of formal departments, 
informal friendship groupings, or 
•• Members from all levels of an 
organization ought to be involved 
in the decision making surrounding 
basic issues; multilevel involvement 
is tied directly to the overall 
effectiveness of change. !I !I 
2. Primariness. The way an indi-
vidual first successfully copes with 
a situation sometimes sets a pattern 
that is unusually persistent For ex-
ample, some faculty continue using 
the same didactic teaching methods 
with graduate-level students that first 
were successful with undergraduate 
students. Some faculty do not take 
the advice of studies showing that 
case study and experimental learn-
ing are more effective methods to 
use with adult students. 
3. Dependence. Over time, some 
staff become dependent upon the old 
ways of doing things. They find it 
psychologically frightening to try 
new ways of working with reSidents, 
subordinates, or managers_ Staff 
members may not be conscious of 
their fear, but its existence usually is 
evident in their arguments against 
the change ideas. 
4. Glorification of the past An-
other way to look at resistance is 
from a psychological point of view. 
Both managers and staff have a ten-
dency to romanticize the past. Glori-
fication of the past can prove to be 
a major obstacle to change because 
other bits of "property" that are de-
veloped in organizations. When 
changes threaten (Le., appear to re-
duce the size, group composition, in-
tegrity, resource base, or physical en-
vironment of their territory), holders 
of this territory typically resist in a 
variety of ways in order to maintain 
their prerogatives. 
2. Social grouping. Over time, 
organizational members who work 
closely with their colleagues build 
strong bonds with each other. The 
bonds and the social groupings that 
emerge may become powerful forces 
for workers whose job satisfaction 
may otherwise be low. Changes that 
have the effect of severing these 
bonds may be resisted mightily, de-
spite their potential for good in the 
individual department or organiza-
tion as a whole. 
3. Social power. Organizational 
members sometimes achieve a great 
deal of informal social power in their 
work groups. These "influentials" 
may wield enormous power in or-
ganizations and the capacity to lock 
and unlock the energies and high 
quality standards adhered to by the 
rank and file. "Shaking their tree" 
should be done only with caution 
or not at all. 
4. Resources. As a result of the in-
formal networks that proliferate in 
organizations, some organizational 
members control (or have special 
access to) a wide range of resources. 
These may include special agree-
ments with top management, access 
to word processing, or janitorial ser-
vices. Managers who advocate 
changes that affect that member's 
control of these informal networks 
may encounter reduced access to 
the resources needed to implement 
the change. 
These and other organizational 
variables, when added to the person-
ality variables identified in the pre-
vious section, explain why organiza-
tional resistance so readily emerges 
when efforts occur to improve or 
change the organization. 
Change-oriented managers can 
deal with staff resistance by making 
use of these concepts: 
- Provide staffwith sufficient time 
to digest the details of the suggested 
change. 
- Offer opportunities for small 
groups (as well as large groups) to 
discuss, critique, and perhaps modi-
ty organizational change items put 
forth by management. 
- Involve the staff earlY in the 
planning phase of an organizational 
change_ 
- Share hidden agendas with the 
staff about the proposed change. 
- Make explicit the kind and 
amount of resources available for 
a given change project. 
Such behaviors and opportunities 
can go a long way toward neutraliz-
ing staffs general resistance to 
change. 
Conclusion 
Increasingly, managers of human 
seIVice organizations are called upon 
to modity their agencies in response 
to changing environmental factors. 
The management of these changes 
can be guided by principles devel-
oped by management science re-
A Leadership Challenge - continued 
searchers and management practi· 
tioners. These principles help the 
child care manager not only to in· 
crease the effectiveness of given 
change efforts, but also to create a 
climate in the agency that is recep· 
tive to change. 
Hy Resnick, Ph.D, is professor of 
social work, School of Social Work, 
University of Washington, Seattle, 
Washington. 
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Programs in Child and Youth Studies 
Center for the Advancement of Education 
3301 College Avenue 
Fort Lauderdale, Florida 33314 
o Master's Program for Child and Youth Care Administrators 




Address of Applicant: ________________________ ----;==:;-________________________________ __ 
(street) 
(city) 
Telephone Number of Applicant: { 
(state) (zip) 
(The information above is to be ruled in by the applicant) 
The above named individual is seeking admission to a field-based graduate program. The program has been 
developed for employed professionals who desire to improve their academic and leadership competencies. In 
writinJ,: your recommendation, please describe the applicant in terms of his or her (I) commitment to the field; (2) 
potential for providing leadership to the field; and (3) ability to succeed in a program requiring a good deal of 
independent study (high motivation and tenacity are required). Finally, please say a word about the applicant's 
success in meeting the challenges of his or her present position. Thank you for your assistance 
(continue statement on reverse, if necessary) 
Please send to: 
Director 
Programs in Child and Youth Studies (M.S.) 
Nova University 
Center for the Advancement of Education 
3301 College Avenue 
Fort Lauderdale, FL 33314 
305/475-7457 
Signature ____________________________________ __ 
Name (type or print) ____________________________ __ 
Position 
Address ______________ ~--~--------------------(street) 
Phone: { ______ . (city) (state-zip) 
Date: ______________________________________ _ 
Information Waiver to be completed by applicant before giving it to source of reference. 
Pursuant to the Family Education Rights & Privacy Act (Buckley Amendment) enacted on December 31, 1974. 
I DO_, I DO NOT_ waive the right to inspect and review this completed recommendation. 
Social Security Number Applicant's Signature 

Programs in Child and Youth Studies 
Center for the Advancement of Education 
3301 College Avenue 
Fort Lauderdale, Florida 33314 
D Master's Program for Child and Youth Care Administrators 
D Master's Program in Family Support Studies 
Recommendation 
Name of Applicant: _______________________ ,....,----;-_.-....,.,-----;-----
(cluster location) 
Address of Applicant: ____________ ----;"-;-.,...,..,,,---________________ _ 
(street) 
(city) (state) (zip) 
Telephone Number of Applicant: ( ) 
(The information above is to be filled in by the applicant) 
The above named individual i; seeking admission to a field-based graduate program. The program has been 
developed for employed professionals who desire to improve their academic and leadership competencies. In 
writin~ your recommendation, please describe the applicant in terms of his or her (1) commitment to the field; (2) 
potential for providing leadership to the field; and (3) ability to succeed in a program requiring a good deal of 
independent study (high motivation and tenacity are required). Finally, please say a word about the applicant's 
success in meeting the challenges of his or her present position. Thank you for your assistance 
(continue statement on reverse, if necessary) 
Please send to: 
Director 
Programs in Child and Youth Studies (M.S.) 
Nova University 
Center for the Advancement of Education 
3301 College Avenue 
Fort Lauderdale, FL 33314 
305/475-7457 
Signature __________________ _ 
Name (type or print) _____________ _ 
Position 




Date: __________________ _ 
Information Waiver to be completed by applicant before giving it to source of reference. 
Pursuant to the Family Education Rights & Privacy Act (Buckley Amendment) enacted on December 31, 1974. 
I DO_, I DO NOT_ waive the right to inspect and review this completed recommendation. . 
Social Security Number Applicant's Signature 

Programs in Child and Youth Studies 
Center for the Advancement of Education 
3301 College Avenue 
Fort Lauderdale, Florida 33314 
o Master's Program for Child and Youth Care Administrators 
o Master's Program in Family Support Studies 
Recommendation 
Name of Applicant: ------------------------"7'==""=="'-----(cluster location) 
AddressofApplicant: ______________________ -,~~~---------------------------------(street) 
(city) 
Telephone Number of Applicant: ( 
(state) (zip) 
(The information above is to be filled in by the applicant) 
The above named individual is seeking admission to a field-based graduate program. The program has been 
developed for employed professionals who desire to improve their academic and leadership competencies. In 
writin~ your recommendation, please describe the applicant in terms of his or her (1) commitment to the field; (2) 
potential for providing leadership to the field; and (3) ability to succeed in a program requiring a good deal of 
independent study (high motivation and tenacity are required). Finally, please say a word about the applicant's 
success in meeting the challenges of his or her present position. Thank you for your assistance 
(continue statement on reverse, if necessary) 
Please send to: 
Director 
Programs in Child and Youth Studies (M.S.) 
Nova University 
Center for the Advancement of Education 
3301 College Avenue 
Fort Lauderdale, FL 33314 
305/475-7457 
Signature __________________ _ 
Name (type or print) ______________ _ 
Position 
Address ___________ ---,.,.,----; __ -----------------
(street) 
Phone: ( ___ ~ 
(city) (state-zip) 
Date: __________________ _ 
Information Waiver to be completed by applicant before giving it to source of reference. 
Pursuant to the Family Education Rights & Privacy Act (Buckley Amendment) enacted on December 31, 1974. 
I DO_, I DO NOT_ waive the right to inspect and review this completed recommendation. 
Social Security Number Applicant's Signature 

,gxA 
Programs in Child and Youth Studies 
Center for the Advancement of Education 
3301 College Avenue 
Fort Lauderdale, Florida 33314 
o Master's Program for Child and Youth Care Administrators 
o Master's Program in Family Support Studies 
Bachelor's Degree Transcript Request and Transmittal Form 
STUDENT: To request that a transcript be sent from your former school to Nova University, fill in the blanks in 
b2lli sections. 
Dear Alma Mater: 
Please send to Nova University an official transcript of all academic work taken while attending your institution. 
Please return the transmittal form along with my official transcripts. 
A I attended your school from' _________________ to ___________ _ 
B. While in attendance my name on your records was: 
Last First MiddlelMaiden 
C. My student identification number was: ________________________ _ 






Bachelor's Degree Transcript Transmittal Form 
DEAR ALMA MATER: PLEASE RETURN THIS FORM WITH TRANSCRIPT TO: 
Director 
Programs in Child and Youth Studies CM.S.) 
Nova University 
Center for the Advancement of Education 
3301 College Avenue 
Fort Lauderdale, FL 33314 
Name ________ ~~~-------_=~--------~~=_~~-------
Last First MiddlelMaiden 
Address ________________ ~~~-------------------
Street 
City State Zip Cluster Location _________________________________ _ 
Social Security # _______ --.JI _______ ~/ _______ _ Date ______ _ 
PLEASE SEND, _____ COPIES TO NOVA UNIVERSITY 
Indicate Program Applied for 

Programs in Child and Youth Studies 
Center for the Advancement of Education 
3301 College Avenue 
Fort Lauderdale, Florida 33314 
o Master's Program for Child and Youth Care Administrators 
o Master's Program in Family Support Studies 
Bachelor's Degree Transcript Request and Transmittal Form 
STUDENT: To request that a transcript be sent from your former school to Nova University, fill in the blanks in 
h2th sections. 
Dear Alma Mater: 
Please send to Nova Universit;y an official transcript of all academic work taken while attending your institution. 
Please return the transmittal form along with my official transcripts. 
A I attended your school from _________________ to ___________ _ 
B. While in attendance my name on your records was: 
Last First MiddleJMaiden 
C. My student identification number was: ________________________ _ 





Bachelor's Degree Transcript Transmittal Form 
DEAR ALMA MATER: PLEASE RETURN THIS FORM WITH TRANSCRIPT TO: 
Director 
Programs in Child and Youth Studies (M.S.l 
Nova University 
Center for the Advancement of Education 
3301 College Avenue 
Fort Lauderdale, FL 33314 
Name ________ -y_~-------"'~--------~~~~7T-----Last First MiddleIMaiden 
Address ________________ -r~~-------------------
Street 
City State Zip Cluster Location _________________________________ _ 
Social Security # _______ ~/ _______ _1I, _______ _ Date ______ _ 
PLEASE SEND _____ COPIES TO NOVA UNIVERSITY 
Indicate Program Applied for 

Programs in Child and Youth Studies 
Center for the Advancement of Education 
3301 College Avenue 
Fort Lauderdale, Florida 33314 
o Master's Program for Child and Youth Care Administrators 
o Master's Program in Family Support Studies 
Financial Aid Survey Form 
Name ______________________________________________________________________ ___ 
Address 
Social Security Number: ________ --'1 ________ -'1 ________ _ 
Phone Number: (Day) ___________________________ (Eve.) ____________________________ _ 
Please answer the following and return with the application form. 
1. Do you plan to apply for financial aid? 
__ Yes 




NOVA ~ UNIVERSITY 
3301 COLLEGE A VENUE 
FORT LAUDERDALE 
FLORIDA 33314 
'. 
